There is no accepted body of knowledge which clearly defines either the practices of strategic management or how these practices should be taught. Not surprisingly, the subject is taught in a variety of ways. For example, the Harvard case study approach emphasizes the firm's perspective and the need to develop strategies based on a match among opportunities and threats and the firm's strengths and weaknesses (e.g., Guth, 1976 ; Learned, Christensen, Andrews, & Guth, 1965) . In contrast, approaches based on theories of industrial organization emphasize the importance of environment and industry structures -they analyze which factors determine the nature and intensity of the competition within an industry (e.g., Porter, 1980) . Contingency approaches to management strategy relate firm attributes and environmental developments in order to consider how, as organization-environment relations change, the emphasis on one or another strategy may be more or less appropriate (Harrigan, 1980; Miles & Snow, 1978) .
These alternative approaches to the practice of strategic management are all directed towards determining what factors should be taken into account and what analytical techniques should be used when a firm is deciding a strategy to pursue. However, firms must not only analyze but also act on their strategic choices. There is a strong bias in management education to focus on analytical questions and to ignore the associated behavioral processes involved in problem finding, agenda building, influencing others, and coalition formation (Porter & McKibbin, 1988 ). Yet knowledge about the behavioral processes that lead to results is at least as important as knowledge about analytical techniques that can help one to make strategic choices (Bower & Doz, 1979; Nutt, 1984; Frederickson, 1985; Stumpf, 1988b) . As large-scale behavioral simulations offer participants opportunities to experience the behavioral processes involved in strategic management, their use may reduce some of these current biases in management education (Porter & McKibbin, 1988) . Knowledge about alternative ways for analyzing choices should be complemented by more awareness of the behavioral processes involved in implementing strategies (e.g., Dutton & Jackson, 1987) .
Currently, seven behavioral simulations are available, each inductively designed based on organizational events, which can facilitate participants' awareness of the behavioral processes involved in strategic management. We describe and contrast these behavioral simulations in order to highlight the different environmental and organizational contexts that effect the awareness and learning which each facilitates (Pettigrew, 1973; Meyer, 1982) (Zelditch & Hopkins, 1966) . In order to gain awareness of how they manage strategically, participants must be free to exhibit behaviors that typify their normal interaction in organizational settings.
Behavioral simulations stand apart from computer simulations in that they attempt to reproduce individual and collective behaviors including some degree of political, cultural, and conflict activity that would normally be observed in a managerial work environment (McCall & Lombardo, 1982; Stumpf, 1988a) . The types of behavioral simulations we discuss here are ones that attempt to mirror all of the top management roles of a company. Stumpf (1988a) Foodcorp uses a matrix organizational structure and has several committees to augment this structure (see Figure 1) . New (Mintzberg, 1978) . For experienced participants, the challenge of managing in a different work environment may lead to more useful insights about how questions of strategy implementation look different from different standpoints ; experienced managers are likely to become aware of alternative perspectives on the strategic management process (Quinn, 1980 (McHugh, 1968; Dutton & Webster, 1988 Table 3.   TABLE 3 Process Attributes of Different Behavioral Simulations Many behavioral simulations initially overwhelm participants with a vast amount of information. In each of the simulations, work starts off with a sense-making process. In Foodcorp, Metrobank, Investcorp, Landmark, and Northwood, the need to conceptualize a current strategic position for the firm within its current environment quickly becomes apparent. Wideranging discussions, over the course of the simulation, are directed towards reaching agreement as to the most appropriate current position. As agreement is reached, there are important implications for both long-and shortterm actions.
The direction of the information processing in LGI contrasts with the other simulations.
LGI encourages participants to seek out information that will help them identify the most profitable, short-term allocation of resources across divisions. Increasingly, as the day progresses, the paramount importance of profit criteria and the minimal importance of other criteria become apparent to participants. Yet, as most groups are not able to pull all necessary information together to make optimum decisions, the simulation provides useful insights into the nature and effectiveness of information search behavior. The strategic focus of each simulation is noted in dynamics. There are also differences in the standardized performance indices used with each simulation to assess organizational performance, individual effectiveness, and the effectiveness of the organizational processes enacted. Our own direct experience and familiarity with several hundred uses of behavioral simulations through working with several dozen trainers has been that a successful application requires that one first identify the primary aspects of strategic management that are to be learned. Then one can assess the pros and cons of each simulation against specific learning goals and choose a simulation that is most likely to have participants reach these desired goals. Implicit in the above recommendation is that one wants to use a behavioral simulation to begin with. This is not a cost-free choice. The primary disadvantage of behavioral simulations is that they involve incremental resources over other pedagogical techniques including: materials (about $75/participant), space (a simulation room with 50 square feet for each participant), a computer access staff person, one trainer for each 6 to 12 participants depending on the simulation, and out-of-pocket costs for office supplies, snacks, and lunches (the simulations typically run an entire day with a working lunch).
Clearly, we believe there are important benefits derived from the use of behavioral simulations. All impress and remind participants of the opportunities they have to influence the type of organizational life they experience and the decisions their organizations make. All encourage self-reflection, and the insights gained are often humbling even as they provide a clearer picture of organizational reality. The process of going through a simulation opens up new ways to behave at the individual level and provides suggestive clues for how organizations might be changed. The impact of such an experience is typically intense, and so the insights gained are easily and often fondly remembered.
